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Abstract  
 
This study aims to explore the organizational climate in the terminal 
operation industry in the port of Kaohsiung. Data was collected from 
questionnaire survey. Questionnaire designed through the processes included 
literature review, interviews, pre-test, and pilot test. Exploratory factor analysis, 
analysis of variable (ANOVA) and regression analysis were employed to 
analyze the respondent data. Subsequently, the primary organizational climate 
of terminal operation industry, namely, management system, awards and 
motivation, transformation leadership, and laissez-faire leadership, were yielded, 
and the employees’ job satisfaction were used as explanation variables in this 
study. Results interpreted that employees’ job satisfaction strongly related with 
the types of company and organizational climate. Theoretical and practical 
implications of the research findings are discussed. 
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I. Introduction  
 
Sea port is a switching node that connects sea transportation and land 
transportation where cargo is loaded on board from terminal and unloaded 
from ship to wharf. And then the cargo is moved to inland or other 
countries. The port of Kaohsiung locates at southern Taiwan and is the 
spoke of the routes of Pan Asia, Trans the Pacific Ocean, and Far East and 
Europe. There are amount of cargo in and out through this port by the 
merchant vessels visited there. In order to operate the heavy traffic and 
handle huge amount of cargo, it is necessary to collaborate many various 
skilled workers relating to the context. The workers include warehouse 
keeper, yard or terminal machine drivers, tallies, custom broker, container 
yard controller, and document servicer.  
Prior to 1997, the stevedore section was managed by the port bureau of 
Kaohsiung and it was private in 1997. They were privatized and 
distributed into different type of companies according to the work 
characteristic and objects. According to the concept of outsourcing and 
just keep limit core competence within company to reduce operation cost. 
Increasing numbers of workers were in “precarious employment” and were 
employed on a casual basis. This kind of employment based on working 
flexible hours without sickness or holiday benefits, often on an “on call” 
basis. This employment also includes characteristics of fiercely contested 
fixed, short-term, contracts that frequently result in narrow margins. 
However, the terminal operation needs amount of workers with diverse 
skill and knowledge to work through complex procedures. These various 
kinds of complicated work lead to integrating different organizations work 
together in same workplace. These organizations consist of carriers, 
terminal operation companies, cargo operation companies, stevedore 
companies and tally or manpower dispatching companies. They are 
different in characteristics of work with various skills. They also have 
different organization culture and management systems. All companies 
want to have a better performance, they must establish a better manage 
system to fit their organization and have a unique leadership to facilitate 
operating smoothly.  
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When the author had closed observation and detail interviewed with the 
workers in the container terminal, he got a lot of poor response from the 
workers. He found extreme difference existing among these various 
companies. Some workers work at regular time and get a better welfare. 
Some are working in varied time but got poor return. They neither have a 
regular rest and holiday, nor have a high job security.  Most of these 
workers are full of grumbles. Which are the factors influenced the status of 
workers’ mind? How can we improve the workers’ feelings in the 
workplace? Therefore, the current study aims to (1) explore the 
organization climate in the terminal operation context, (2) examine the 
impact of organization climate on the employees’ job satisfactory in the 
terminal operation context. The study results can help the terminal 
operators to carve a better organizational climate within the company, to 
establish manage system and to adjust management system to increase 
employee’s job satisfactory and organization performance.  
This study consists of five sections, the literature review is shown in 
section 2, section 3 contains the methodology is employed, the results of 
analysis are shown in section 4, and the final section displays the 
conclusions and suggestions.  
 
 
II. Literature Review 
 
1. Organizational Climate 
Organizational climate indicated that the daily behavior of interaction 
within the organization. McGregor(1960) argued that the climate is 
primarily determined by the managerial assumptions and the relationship 
between the managers and their subordinates.1) Organizational climate is 
defined as the employees' perceptions about organizational features like 
decision making and norms in the workplace.2) It can be defined in terms 
of formal organizational policies, employee needs, values, and 
personalities.3) Organizational Climate is a set of characteristics that (a) 
GGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGG
1) McGregor(1960) 
2) Stone et al.(2006) 
3) Argyris(1958) 
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describe the organization and distinguish it from other organizations (b) 
are relatively enduring over time and (c) influence the behavior of people 
in the organization.4) It is normative structure of attitudes and behavioral 
standards and provided a basis for interpreting the situations and act as a 
source of pressure for directing activities.5) Litwin and Stringer (1966) 
introduced a very comprehensive framework, e.g. structure, responsibility, 
reward, risk, warmth and support to describe organizational climate.6) 
Therefore, Organizational climate is defined as employees' shared 
perception in their work environment in this study.7) 
Schein (1986, 1990) suggested that behavioral norms and beliefs are 
expressed as observable patterns of behavior within an organization.8) 
Thus, the current employees are affected by behavioral expectations and 
norms and co-workers' perceptions of work environment, since they serve 
as formal and informal rules governing the socialization process and 
provide a mental guide for current employees. Behavioral expectations and 
norms as well as patterns of shared perceptions would be readily 
influenced by the organization through the management strategies. 
Employee work attitudes and behaviors may be influenced by the 
individual's own perceptions of the work environment as well as by their 
shared perceptions with co-workers of the same working environment.9) A 
positive organizational climate is thought to enhance employee motivation 
and increase the likelihood that employees will allocate discretionary 
effort to their work tasks.10) Previous research linked organizational 
climate to work attitude, turnover, service quality, and service outcomes.11) 
Their findings were the evidence suggested that positive organizational 
climate is associated with better performance, higher levels of job 
satisfaction and lower levels of turnover.  


GGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGG
4) Forehand and Gilmer(1964) 
5) Gregopoulos(1965) 
6) Litwin and Stringer(1966) 
7) Jones and James(1979); Joyce and Slocum(1984); Verbeke et al.(1998) 
8) Schein(1986, 1990) 
9) Brown and Leigh(1996); Glisson and Hemmelgarn(1998); Glisson and James(2002); Neal and Griffin(1999); Schneider 
et al.(2002); Schulte et al.(2006) 
10) Brown and Leigh(1996); Neal and Griffin(1999) 
11) Glisson(2007); Glisson and Hemmelgarn(1998); Glisson and James(2002) 
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2. Employees˅  Job Satisfaction 
 
Employees’ job satisfaction is the evaluation of the emotional reaction 
of individual work or work experience12), and is the assessment of overall 
emotional feeling from the execution or the work performance.13) This 
feeling comes from the cognitive of the personal value and the outcome of 
work.14) Dessler (1980) pointed out that job satisfaction can focus on the 
important requirements for personal health, safety, growth, teamwork, and 
self-esteem, the achievement in the work, or the extent of the work.15) 
Grissmer et al. (1992) found the positive correlation of the leadership and 
job satisfaction of employees.16) Smith et al.’s (2005) suggested that a 
good leadership can improve the well-being of employees and can reduce 
absence due to sick.17) A good leadership can reduce the opportunities and 
the proportion of staff disability. Thus, this paper focused on examining 
the role of leadership plays in the organizational climate and the effect on 
the employees’ job satisfaction. 
 
 
III. Methodology 
 
1. Questionnaire Designed 
 
The purpose of this study is to evaluate the effects of leadership style 
and organizational climate on the employees˅  job satisfaction. The 
process of questionnaire design was based on the proposed by Kumar 
(1999) as the reference of this study.18) The questionnaire construction was 
divided into five steps, including: (1) to collect information and determine 
the contents of the questionnaires, (2) determine the form of a 
questionnaire and survey methodology, (3) determine the terms and 
GGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGG
12) Fields(2002); Locke and Latham(1990) 
13) Porter et al.(1975) 
14) Fields(2002) 
15) Dessler(1980) 
16) Grissmer et al.(1992) 
17) Smith et al.(2005) 
18) Kumar(1999) 
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wording used in the questionnaire, (4) determine the order and layout of 
the questionnaire, and (5) pre-test and questionnaire amendment.  
In current study, we first reviewed the relevant literature referred to the 
organization climate and job satisfaction, and interviewed with some 
practical in the industry to get practical situation, determine the 
questionnaire content and layout. Finally, used the response received from 
pre-test to make correction for the formal questionnaire which was 
distributed to research respondents to collect data in this study. The final 
questionnaire included two parts, the basic information of the respondents 
and the cognitive appraisal of organization climate and the employees˅  
job satisfaction. Item measure was adopted Likert five-point scale. 
Respondents were asked to express their agreement level of the statement 
of each question, from 1 represent “strongly disagree” to 5 represent 
“strongly agree”.  
 
2. Data Analysis  
 
The factor analysis can reduce interrelated variables into a small number 
of factors that have conceptualized.19) Therefore, the use of factor analysis 
variable enrichment or simplified to a small number of mutually 
independent factors can be reduced and summarized variables in order to 
facilitate further analysis. The so-called reliability was referred to the 
credibility and stability of the scores of test measures in the same group. 
The most common measure of the reliability is Cronbach's apha value 
which was employed to determine whether the internal consistency. In 
general, the reliability coefficient greater than 0.7 indicated there were 
considerable consistency,20) this study also referred to this criterion.  
Analysis of Variance (ANOVA) was used for the analysis of the sources 
of variation, and thus to compare and to understand the results of different 
variables are existing significant differences.21) ANOVA can verify 
whether the different experimental measurements existing significant 
differences among the different respondents˅  characteristics. This study 
conducted ANOVA test to verify if the different types of companies, such 
GGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGG
19) Wu and Tsai(2005) 
20) Chen(2005) 
21) Wu(2005) 
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as shipping companies, subsidiaries of shipping companies, terminal 
operating companies, third-party and manpower companies and other 
organizations members of the explanatory variables is significant in the 
level of cognitive of differences. Multi-regression with step forward 
method was then conducted to examine the effects of independent 
variables on the explanatory factors. 
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IV. Results of Analysis 
1. Profile of Respondents  
 
To explore the organizational climate in the terminal operation industry 
and its impacts on the employees˅  job satisfaction were the primary 
purposes in current study. After the pre-test and modify the design of the 
questionnaire was completed. From February 2011 to April 2011, the 
questionnaire was distributed to the employees of the eight major 
container terminal operators in the port of Kaohsiung, including Yang 
Ming, Ever Green, Wan Hai, HMM, Hanjin, NYK, APL, and OOCL. 
Totally, 550 questionnaires were sent out and 488 returned. After 
deducting 106 questionnaires which were incomplete and obviously 
missing, there were 382 valid and response rate of 69.5%.  
The respondents profile displayed in Figure 1, the results showed that 
container terminal operation context consist of three main types of 
companies, e.g. carriers and their subsidiaries, outsourcing collaborative 
company, and manpower dispatching company, the distributions were 
48.7%, 34.6% and 16.8%, respectively. The male respondents were 84%, 
whereas female were 15.2% only. Regarding to the education level, 32.7% 
respondents with high school or under level, 62.3% were college or 
university level, and 5.0% were under graduated or above level. There 
were 33.5% of respondents aged younger than 35 years old, 31.7% were 
aged between 36 and 45, and 34.8% were aged above 45 years old. 
Referred to the income, 2.6% of respondents expressed that they gained 
less than 20,000 per month, 45.3% were between 20,000 and 40,000, 
34.8% were between 41,000 and 60,000. The results revealed that most 
workers (80%) have salary between 20,000 and 40,000 new Taiwan 
dollars.  
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<Figure 1> Profile of respondents 
 
 
 
2. Factor Analysis  
 
Factor analysis can help extracting few factors to represent these 
variables.22) Thus, factor analysis was employed to reduce the large 
number variables to manageable and controllable factors in current study. 
The KMO value was as high as 0.948 and the Ȥ2 of Bartlett test was 
6614.90 at 253 degree of freedom and was significant. The results 
indicated that there was high correlation in these variables and fit for 
proceeding factor analysis. Primary components factor analysis with 
maxims variables rotation was conducted.  
The criteria, factor loading larger than 0.5 was employed to screen for 
retain the variables, and Evginvalue greater than 1 was used to select the 
factors. Consequently, four primary dimensions were yielded (see Table 1), 
GGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGG
22) Kaiser(1974) 
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namely, aggressive transformation leadership, management system, 
awards and motivation, and laissez-faire leadership, which represent the 
organizational climate of the container terminal operation context in this 
study. The percentage of variables explanation were respectively 
24.43%ୈ20.89%, 14.62%, and 9.32% (See Table 1). The cumulative 
explanation percentage was as high as 69.26%. The Cronbach˅ s Alpha 
values were 0.96, 0.93, 0.81 and 0.71, respectively. All these value were 
higher than the criteria of 0.7. The results revealed that these four 
dimensions were acceptable and can be employed to explain the 
organizational climate in the container terminal operation context in this 
study.23) 
GGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGGG
23) Chen(2005); Kaiser(1974) 
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<Table 1> Results of factor analysis 
Variables Factor 1 Factor 2 Factor 3 Factor 4 
v39 .768  .303 .261 -.041 
v40 .819  .331 .174 -.060 
v41 .804  .313 .213 -.041 
v42 .720  .273 .343 -.041 
v43 .793  .402 .207 -.111 
v44 .779  .350 .204 -.110 
v45 .790  .321 .257 -.120 
v17 .266  .625 .443 -.009 
v21 .334  .773 .178 -.056 
v22 .305  .732 .279 -.012 
v24 .382  .766 .178 -.066 
v25 .329 .784 .238 .010 
v26 .316  .703 .295 -.026 
v28 .314  .630 .439 -.044 
v18 .246  .391 .607 -.015 
v20 .101  .245 .640 -.030 
v29 .170 .349 .615 .006 
v30 .368  .225 .680 .105 
v31 .392 .167 .653 .061 
v34 .057  -.057 .140 .761
v36 -.354  .041 -.206 .767
v37 .087 .002 .235 .687
v38 -.285 -.098 -.338 .656
Eigenvalues 11.222 2.210 1.365 1.133 
Percentage 24.428 20.892 14.622 9.318 
Cumulative 24.428 45.319 59.941 69.259 
Reliability 0.955 0.931 0.808 0.711 
 
3. ANOVA Test 
 
ANOVA test was conducted to examine whether if significant 
difference existing among the different types of companies and the 
different characteristics of respondents in this study. The comparisons of 
organizational climate including management system, awards and 
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motivation system, transformation leadership, and laissez-faire leadership, 
of the three primary types of companies, carrier and subsidiary, 
outsourcing collaborative company, and manpower dispatching company 
were showed in Table 2. The results showed that four main dimensions of 
organizational climate of container terminal operation context were not 
found significant difference in these types companies. This result provided 
a more evidence for these four organizational climate dimensions of the 
container terminal operation context were acceptable.  
 
<Table 2> Comparisons of organizational climate according to the types of companies 
Organizational 
climate 
1 Carrier and 
Subsidiary 
(N=186) 
2 Outsourcing 
collaborative 
(N=132) 
3 Manpower 
dispatch 
 (N=64 ) 
F 
Value 
P 
Value 
Mean S.D. Mean S.D. Mean S.D.
Management  3.48 0.76 3.45 0.96 3.35 0.80 0.53 0.59 
Awards & 
motivation 
3.98 0.65 3.90 0.70 3.75 0.82 2.73 0.07 
Transformation 3.65 0.89 3.57 0.94 3.40 0.88 1.85 0.16 
Laissez-faire 3.01 0.85 3.11 0.77 3.13 0.75 0.85 0.43 
 
<Table 3> Comparisons of employees’ job satisfaction according to the types of 
companies 
Measurement 
of job 
satisfaction
1  
Carrier and 
Subsidiary 
(N=186) 
2  
Outsourcing 
collaborative 
(N=132) 
3  
Manpower 
dispatch 
 (N=64 ) 
F Value Scheffe 
Mean S.D. Mean S.D. Mean S.D.
Work match 3.63 0.85 3.62 0.89 3.30 0.97 3.67* (1,3) 
Salary and 
pay 
3.59 0.84 3.22 0.99 3.03 0.94 11.84** (1,2)(1,3) 
Job security 3.70 0.72 3.41 0.93 3.32 0.82 7.21** (1,2)(1,3) 
Turnover 
intention 
2.19 0.79 2.51 1.07 2.88 0.77 15.28** (1,2)(1,3)(2,3) 
Note: * significant at 0.05 level, ** significant at 0.01 level. 
 
ANOVA test was also conducted to examine if the employees˅  job 
satisfaction existing significant difference among these different types of 
companies and among the different characteristics of respondents. Table 3 
showed the comparisons of employees˅  job satisfaction according to the 
three types of company. The results (see Table 3) showed that all four 
measurements of employees˅  job satisfaction, work match, salary income, 
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job security, and turnover intention, significantly differed among these 
three types of companies. They were all at significance level of 0.05 or 
0.01.  
The results of post Scheffe test implies that the respondents in the 
carrier and subsidiary had the highest value of work match, salary and pay, 
and job security, but had the lowest mean value on turnover intention. 
However, the respondents in the manpower dispatching company had the 
lowest mean value on work match, salary and pay, and job security, but 
had the highest mean value on turnover intention. The respondents in the 
outsourcing collaborative company perceived the mean values located at 
the middle of the respondents in the carrier and subsidiary companies and 
in the manpower dispatching companies. The results exhibit that the 
employees in the manpower dispatching company have higher level 
turnover intention than the other two types of companies which were 
carrier and its subsidiary and outsourcing collaborative company.    
 
4. Regression Analysis 
 
Multi-regression analysis associated with step forward method was 
conducted to examine the effects of independent variables on the 
dependent variables, job security and turnover intention, in current study. 
We first examined the effects of the control variables, type of company, 
education level, age and salary & pay, on the dependent variables, and 
then the dimensions of organizational climate as the other independent 
variables. The results were displayed in Table 4. In the Model 1 of Table 4, 
there were two control variables, type of company and salary & pay, and 
two dimensions extracted from organizational climate, management 
system and awards & motivation, significantly affect on the job security. 
Of these four significance influence factors, the salary & pay, management 
system and awards & motivation had positive effect, whereas the type of 
company had negative effect on the employees’ job security. The 
management system was the strongest influence factor with coefficient of 
0.41 and significant at 0.01 level, followed by awards & motivation 
(ȕ=0.21, p< 0.01) and salary & pay (ȕ=0.12, p< 0.05). In the Model 2, of 
the control variables, only the salary & pay with coefficient of (ȕ=0.13, p< 
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0.05) significance at the 0.05 level significantly affect on the job security, 
whereas there were three independent variables, management system 
(ȕ=0.29, p<0.01), awards & motivation (ȕ=0.15, p<0.05), and 
transformation leadership (ȕ=0.22, p<0.01), significantly effect on the 
measure of job security (see the Model 2 of Table 4). The management 
system with coefficient of 0.29 was the most important variable affecting 
on the job security, followed by transformation leadership (ȕ=0.22) and 
awards & motivation (ȕ=0.15). However, the type of company was not 
found had significant effect on the employees’ job security in Model 2 
anymore. Therefore, the regression function of job security was expressed 
as follows: 
 
Job security= 0.29* Management system + 0.15*Awards & motivation
 + 0.22*Transformation leadership + 0.13*Salary & pay 
 
<Table 4> Results of regression analysis for job security as dependent variable 
 Job security 
 Model 1 Model 2 
Control variables   
Type of company -0.10* -0.09 
Education level -0.00 -0.00 
Age  0.05 -0.04 
Salary & pay  0.12* 0.13* 
Independents variables   
Management system 0.41** 0.29** 
Awards & motivation 0.21** 0.15* 
Transformation leadership  0.22** 
Laissez-faire leadership  0.06 
R2 0.38 0.40 
Adj R2 0.37 0.39 
F Value 38.69** 31.35** 
Note: * significant at the 0.05 level; ** significant at the 0.01 level. 
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V. Conclusions and Suggestions 
1. Conclusions 
 
This study aims to explore the organizational climate in the container 
terminal operation context, and the effect of organizational climate on the 
employee˅ s job satisfactory as well. Data was collected from the 
employees˅  perception referring to organizational climate in their 
workplace through questionnaire survey. Factor analysis was then 
employed to extract four main dimensions of organizational climate, 
namely, management system, awards and motivation, transformation 
leadership, and laissez-faire leadership. Multi-regression analysis was 
conducted to discover the effects of control variables and the four 
organizational climate dimensions on the employees˅  job satisfaction. 
Regarding to the job security which was one measure of job satisfaction, a 
control variable of salary & pay, had positive effect, while three 
dimensions of organizational climate, management system, awards & 
motivation, and transformation leadership, were found to have positive 
effect, too. These results were lined with Shim˅ s research (2010). 
Organizational climate was found to significantly effect on the job 
satisfaction, the employees with clearer and more effective incentives and 
rewards for job performance have better job satisfaction and feel higher 
job security. 
The study findings showed that salary & pay was the most important of 
the control variables which can incentive the employees to feel work 
match, job security and have higher job satisfactory. Exception of that, an 
organization should set up good management system associate with 
transformation leadership and fair awards & motivation in the container 
operation context.  
 
2. Implications 
 
The study findings showed that management system and awards & 
motivation significantly effect on the employees˅  job satisfaction. The 
study findings implicit that companies needs to establish a good 
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management system associate with positive awards & motivation 
regulation. Moreover, an organization also needs leaders with aggressive 
transformation leadership that enhance employees˅  job satisfaction. It 
facilitates employees˅  job security and reduces employees˅  turnover 
intention. Because the leaders stand at the front line at workplace, they can 
enhance the management system well going through entire organization.   
 
3. Suggestions for Future Research 
 
This study has yielded a lot of good results, whereas the questionnaire 
survey could not be free from some limitations and the questionnaire bias. 
Especially, this study collected data concentrated on the employees of the 
container terminal operation in the port of Kaohsiung. Future research is 
suggested extending the approach and the findings to other container 
terminal operation in the other ports or to other industry. The study 
findings expressed that the employees of manpower dispatching 
companies have higher turnover intention than the other types of company. 
Future research is suggested to compare the difference among different 
types of company in order to discover the reasons which facilitate 
employees˅  turnover intention in the container terminal operation context. 
The results can help improve the defects of manpower dispatching 
company and increase employees˅  job satisfaction in that type of 
companies and the other all kind of companies as well. * 
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